


The following essay aims to critically evaluate the application of leadership theories into practice, within the NHS and consider how applying such theories are effective or detrimental to the NHS. 
The role of leadership in the performance of people, groups and organisations has been studied by business management and organisational scholars for generations (Bass, 1985; Wang, et al, 2012). Leaders have the ability to inspire their followers, encourage them to effectively do the job, and aid their teams and organisations in reaching their goals (Bass, 1990; Herold, et al, 2008). Transformational leadership, one of the most well-known types of leadership, has been hailed as a powerful way to improve individual and team performance and outcomes. (Avolio & Yammarino, 2013; DeRue et al., 2011; Piccolo et al., 2012; Wang et al., 2011). 
Leadership style has been identified as one of the most important individual influences on organisational innovation, according to scholars such as McDonough (2000) and Harbone and Johne (2003), because leaders can make the decision to introduce new ideas into an organisation, set specific goals, and encourage their followers to innovate. Ancona and Caldwell (1987) claimed that transformational leadership has supported and fostered innovation that can ensure an organization's long-term survival, while Howell and Avolio (1993) correlated transformational leadership to innovation. This is seen in the recent transformation in the NHS. For instance, as a result of the problems posed by the COVID-19 pandemic, the NHS in Wales has embraced and adopted innovative service delivery approaches. To fulfil the needs of the people of Wales, staff from intensive care units (ICUs), GP practises, mental health support agencies, and social care services are working together across the system (Atherton, 2021).The COVID-19 pandemic has demonstrated the case for future digitally provided services and digital-first initiatives, as social distancing and infection control practices have led the NHS to understand the benefits of digitally communicating with and supporting patients (Welsh Government, 2021). It was evident from the start that technology would play a significant part in NHS Wales' response to Covid-19. It can save lives, facilitate remote working, and give the information necessary to offer the best possible treatment to patients and service users (Welsh Government, 2021).
The creation of valuable new goods or services within a company is referred to as organisational innovation (Woodman et al., 1993). According to Akay, et al., (2018), organisational innovation refers to the introduction of new products, processes, or systems within a company. Later studies looked at the impact of leadership style on innovation (Podsakoff et al., 1996; Avolio et al., 1999; Yukl and Becker, 2006). Leadership, according to Yukl and Becker (2006), has a significant influence on innovation and creativity. Furthermore, according to Lim et al., (2008), the scholarly literature on leadership performance portrays leaders as facilitators of innovation. Transformational leaders, according to Howell and Higgins (1990), are role models in showing creative actions in order to nurture followers' innovative behaviours through idealised influence.
Transformational leaders, according to Gumusluoglu et al. (2009), are those who change their followers' personal beliefs and self-concepts, take them to higher levels of wants and ambitions (Jung, 2001), and elevate their followers' performance expectations (Bass, 1995). Charismatic role modelling, customised concern, inspiring motivation, and intellectual stimulation are the four main elements of this leadership. The leader instils admiration, respect, and loyalty via charm, and emphasises the necessity of a shared sense of goal. The leader establishes a one-to-one relationship with his or her followers by considering their various needs, abilities, and ambitions via personalised attention. As a result, transformational leaders cater to each employee's emotional requirements (Bass, 1990). The leader creates an exciting picture of the future, teaches the followers how to reach the goals, and conveys his or her conviction that they can do it through inspiring encouragement. The leader broadens and elevates the interests of his or her employees through intellectual stimulation (Bass, 1990), and pushes followers to think about old issues in new ways (Bass, 1985). Transformational leadership has been demonstrated to have a favourable impact on organisational creativity in a number of studies (Jung et al., 2003).
Many of the changes to how the NHS services are used are well-known because of their visibility. The NHS Confederation (2020) has shown an example of this. The ‘top down’ primary care changes that were mandated back at the beginning of March 2020, meant that any digital triage and the fast spread of remote consultation became standard operating procedure for GP clinics. Furthermore, attempts to 'flatten the curve' of COVID-19 illness have been coordinated, with reliance on both global and local collaborations to share information, resources, and personnel. As a result of these coordinated efforts, the NHS has undergone a dramatic and targeted reorganisation, with the primary objective of increasing capacity (Warriach et al, 2020). This has been accomplished by permissive strategy formulation from hospital executive management, as well as dependence on real local flexibility and individual departmental leadership. The results have included reallocating space for overflow intensive care and coronavirus units, as well as redeploying staff to areas of need (Warriach et al, 2020). This type of leadership reflects a transformational approach. Transformational leadership is when leaders carry out their responsibilities so well, that they earn the trust, respect, gratitude, and loyalty of those who follow them. As a result, people's behaviour alters (transform) (Thompson, 2019). With transformational leadership, the employees are more motivated to follow in their leader’s role. 
Furthermore, the transition to Sustainable Transformation Plans and Integrated Care Systems in the UK NHS reflects the growing need and expectation for transformational change at a system level across both health and social care levels (Tweed, et al; 2018). The significance of relationship-building, transparency between partners, and team colocation across boundaries is highlighted in a new research study analysing the foundations of success for NHS primary and acute care vanguard programmes (Naylor and Charles, 2018). System-wide transformation thus necessitates system leadership, a paradigm shift from command-and-control leadership within clearly defined boundaries to shared, adaptive, flexible, and distributed leadership that includes the need to forge cross-organizational alliances through engagement, influence, and persuasion (Timmins, 2015).
Moreover, the role of nurse leadership is emphasised in the revised Nursing and Midwifery Council (NMC) standards of competency for nurses, and the NHS has established models to promote leadership development. There are various leadership methods that may be used in nursing practise, one being transformational leadership which emphasises the qualities and behaviours that a leader must possess in order to empower and encourage team members (Collins, et al., 2019). 
Dialogue is an important tool for nurses to use in their leadership roles because it creates more space for the explanation and reception of ideas, as well as a moment for the leader to position himself/herself, advocate for problems, listen to, evaluate, and implement creative and resolute ideas, listen to employees' difficulties and abilities, and assist in facing and overcoming challenges (Yanez ; et al, 2018. Weng; et al. 2015). These characteristics are typical in the practise of transformational Leadership (Bass, 1999), in which the leader promotes and includes his or her team in problem-solving and decision-making. A facility's mission to improve patient happiness is another example. The nurse leader would define goals to improve customer service, collaborate on a project or projects, and track progress (for example, a patient survey) - including personnel in the process. 
A qualitative study consisting of 25 nurses employed in a university hospital conducted by Ferreira et al., (2020) found that it was possible to identify the contributions of this leadership style to care management from the most varied perspectives. They concluded that even though obstacles are part of any leader's everyday existence, they are best overcome when a leadership style allows for the establishment of an interpersonal connection based on respect and trust, one that is more horizontal and open to listening and empathy. Nurses with a Transformational Leadership profile were more receptive to feedback and responsive to the needs of patients and employees. This strategy fosters member integration by assigning duties to them based on their technical abilities, which optimises the workforce (Ferreira et al ., 2020).  Despite these advantages, worldwide studies highlight transformational leadership's flaws and call into question the model's morality. This type of leadership is said to have a high potential for motivating followers by evoking intense emotions, regardless of the consequences. This approach is also deemed contradictory with moral standards when the leader employs underlying processes to affect the team. Furthermore, it is argued that one of the most significant flaws of transformational leadership is that it is overly conceptual and lacks the task focus that certain employee require to guide them through their daily tasks. The objective in health, according to the authors (Lo, et al., 2018), should be to lead revolutionary change rather than change to be a leader with transformative traits. An advantage to this leadership style however, is that there is a sense of a united common cause. Transformational leaders are defined by their ability to quickly assess a company's existing state and develop a clear vision for its development and expansion. The leader communicates their goal to staff with passion and impact, ensuring that everyone is on board (Tompson, 2019). 
The NHS leadership attributes framework outlines the essential qualities, attitudes, and actions expected of leaders in the NHS now and in the future. It lists fifteen attributes grouped into three categories: personal qualities, direction setting, and service delivery. As a theoretical model for a national programme, the Leading Modernisation framework was created. It was developed from research that examined the knowledge, skills, and competencies that leaders require in order to make the most effective and long-term improvements (NHS Institute for Innovation and Improvement, 2005). The model is broken into three parts: the care delivery system which is the practical reality and future potential of how professionals, patients, and the general public perceive care. The second part is the art of getting things done via others is known as leadership. The last part is improvement; a leader of improvement must succeed not just as a leader, but also in providing exceptional care or enabling others to do so, as well as encourage and support improvement. Thus, an improvement leader must operate at the crossroads of these three areas (NHS Institute for Innovation and Improvement, 2005). 
Within the NHS, the usage of targets has risen in recent years. However, results from Tamkin et al., (2010) three-year study project imply that 'excellent leadership' is a delicate process. They find that when it is people-oriented, in the sense of being able to elicit goal comprehension and commitment, it is more effective than when it is based on measurement and target-setting. The report on the Commission on Leadership, called No More Heroes (King's Fund 2011), called for the NHS to move away from the previous "heroic" model of leadership characterised by the "turnaround chief" in favour of a more inclusive approach. A year later, a follow-up paper (King's Fund, 2012) expanded on that argument and detailed the characteristics of engaged leadership. This strengthened the argument for including other stakeholders such as employees, patients, the board of directors etc. A consultant from Hay Group drew out six different leadership styles (Santry 2011). NHS managers were reported to be overly reliant on 'pace-setting,' and relying on meeting targets, leading from the front, and an unwillingness to delegate. This shows an example of autocratic leadership. It has been suggested that a heavy emphasis on pace-setting leadership showed the necessity of improving the NHS from a lower point. To meet changing situations, it now must be supplemented more frequently with alternative leadership styles. Research conducted across all NHS Trusts, Foundation Trusts, and Primary Care Trusts highlighted the harm caused by overly authoritative chief executives on trust boards (Storey et al 2010).
This would be reflective of an autocratic leadership style. Autocratic leadership, often known as authoritarian leadership, is defined by single control over all decisions and limited participation from group members (Cherry, 2018). Autocratic leaders rarely take input from followers and make decisions based on their own views and opinions. According to Jdetawy (2018), autocratic leadership entails total, authoritarian control over a group, and it is achieved through demands, commands, threats, punishment, rules, and regulations. One of the most typical issues with authoritarian leadership is that it discourages collective involvement. When competent and capable team members feel that their expertise and contributions are being disregarded or undermined, it can affect the group's overall performance. This can also harm the group's morale Autocratic leadership, on the other hand, can be useful situations, such as when urgent choices must be taken without consulting a large number of people. To get things done swiftly and efficiently, some tasks demand strong leadership. The autocratic approach can lead to quick and effective judgments when the leader is the most knowledgeable member in the group (Jdetawy 2018).
In conclusion, the NHS has shown that they adopt a transformational leadership approach. It is one of the most well-known types of leadership which been hailed as a powerful way to improve individual and team performance and outcomes. This works well for the NHS as team performance is important for the NHS to work well as a whole. Over the years, NHS has moved away from the autocratic style of leadership as it does not work well within a group that needs team work to thrive.













Reflective Report
To be able to understand leadership, I had to think of first-hand experiences that I have during a personal or professional experience. When reflecting on this, the first thing and experience that came to mind was when I was working in my local chip shop, taking on various roles. When thinking about the application of leadership theories and strategies, transactional leadership appears to be the best fit. Transactional leadership, also known as managerial leadership, is a management style in which the executive uses incentives and penalties to motivate his or her employees to perform at their best. A transactional leadership style thrives in a structured setting with well-defined procedures and responsibilities that have duties to complete (Pratt, 2017).Transactional leaders, according to transactional leadership theory, work within an organization's current structure. He or she wants subordinates to provide concrete, well-articulated, and quantifiable results. A transactional leader assesses subordinates based on whether they accomplish predetermined goals and objectives. As a result, transactional leaders appeal to their subordinates' self-interest in order to keep them on course (Pratt, 2017). To maintain the status quo, transactional leadership clarifies norms and standards for followers and involves actively monitoring and correcting followers' failures to achieve short-term success (Bass, 1985; Bass & Avolio, 1995; House, 1971; Yukl, 1998). As a result, transactional leadership encourages followers to carry out and interpret their job in terms of strategic methods, duties, expectations and a specific short-term goal. The foundation of transactional leadership is bureaucratic power. Tasks, and task-oriented goals are the emphasis of transactional leaders. Those executives use corporate rewards and punishments to affect staff performance. The transactional leader is also defined as a change agent and a goal setter; a leader who collaborates effectively with colleagues, resulting in increased productivity (UKEssay, 2018). An example of this in the chip shop was, during a shift I was given a list of chores that were expected to be complete at the end of each shift. They had to go in order otherwise things would not flow correctly.  Negative of given a list of chores that you are expected to finish at the end of the shift which can influence how well the shift flows. 
Another example of leadership that was shown within the work environment is Lassiez-Faire. Laissez-faire leadership is characterised by a hands-off attitude to leadership that allows people to make their own judgments. While leaders continue to give their employees with the resources and tools they need to thrive, they are generally absent from day-to-day operations (Lee,2020). Laissez-faire leadership, also known as "lack of leadership" (Bass & Avolio, 1990), is a style of destructive leadership that does not show interest in the needs of subordinates, does not make timely judgments, and does not provide timely feedback. These leaders are alleged to produce role conflicts, role ambiguities (Kelloway et al., 2005), and problems with co-workers because they are unable to match the genuine expectations of their followers/subordinates (Skogstad et al., 2007). To assign work, the leader must have a thorough understanding of his followers' degree of expertise, competency, and integrity. This approach encourages followers to make the most of their talents and abilities. It's more successful when utilised with mature, self-sufficient staff, but it's not a highly effective or productive approach in general. The dangers come when the leader makes a mistake in selecting the appropriate staff to do the allocated responsibilities. Lack of a clear vision and direction for the business causes followers to accept diverse goals and objectives, raising stress levels and lowering productivity and quality. Because there are few interactions between him and his followers, the laissez-faire leader has little impact on the organization's culture (UKEssay, 2018).Even though manager expect me to have a list of chores to have complete by the end of the sift, they did not expect me to finish it within a certain time frame just if it was done correctly and by the end of shift. 
To conclude, leadership is an important part of people working well within a business/ workplace. The example that I have seen in my workplace worked well at some aspects of the job, however sometimes it did make things a bit stressful. 
Known as “absence of leadership” (Bass & Avolio, 1990), 
laissez-faire leadership could be regarded as a special type of destructive leadership since laissez-faire leaders 
do not show interest in subordinates’ needs, take decisions and give feedback on time. These leaders are not 
able to meet the legitimate expectations of their followers/ subordinates, therefore they are argued to create 
role conflicts, role ambiguities (Kelloway, Sivanathan, Francis & Barling, 2005) and disagreements with 
coworkers (Skogstad et al., 2007). Although the destructiveness and negative side of laissez-faire leadership has 
been acknowledged by researchers, only limited number of studies (e.g., Kelloway et al., 2005; Skogstad et al., 
2007) addressed the negative consequences of laissez-faire leadership on subordinates and organizations.
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Transactional Theory 
The leadership theories, by the late 1970s and early 1980s, activated to diverge from the specific perspectives of 
the leader, leadership context  and  the  follower  and  toward practices that concentrated further  on  the  exchanges 
between the followers  and  leaders. The transactional  leadership  was described as  that  in  which  leader-follower 
associations were grounded upon a series of agreements between followers and leaders (House & Shamir, 1993). 
The transactional theory was “based on reciprocity where leaders not only influence followers but are under their 
influence  as  well”. Some  studies  revealed that  transactional  leadership  show a  discrepancy with  regard  to  the 
level of leaders‟ action and the nature of the relations with the followers.
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between the followers  and  leaders. The transactional  leadership  was described as  that  in  which  leader-follower 
associations were grounded upon a series of agreements between followers and leaders (House & Shamir, 1993). 
The transactional theory was “based on reciprocity where leaders not only influence followers but are under their 
influence  as  well”. Some  studies  revealed that  transactional  leadership  show a  discrepancy with  regard  to  the 
level of leaders‟ action and the nature of the relations with the followers.
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